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AUGUST 1988

An AICPA publication for the local firm

MANAGING RAPID GROWTH
From its founding as a sole proprietorship in 1969,
our firm had become a forty-eight-person, seven
partner practice by the end of last year. Growth
during the last five years has been particularly
rapid. Revenues have tripled, and chargeable hours
have almost doubled during the period. The
challenge to me, as managing partner, has been in
how I can effectively manage twice as many
chargeable hours and maintain profitability.
Our firm is willing to spend time and money to
find out how effective our management is, and to
obtain help where necessary. Our first step in this
direction was to participate in the AICPA local firm
management consultation program (see page six of
the November 1987 issue). Then, three years ago,
we engaged two partners and the office manager
of a successful local firm to review us —to visit our
office, interview everyone in the firm, and report
back to me. Last year, a perception survey con
ducted by a clinical psychologist was completed to
determine the effectiveness of management in help
ing the firm attain its goals. We believe in growth,
but we have to be careful not to fall into the trap
of becoming less profitable as we grow.
Firm growth means different things to different
people. You have to analyze your practice to
determine areas of growth and what it is you are
trying to manage. The real question is why we
choose to grow.
I believe that if any firm is to be successful in the
future, it has to grow in order to
□ Provide opportunities for staff to advance
economically and professionally.
□ Recruit top graduates. We tell students how
our firm is growing and how this can provide
them with career opportunities.
□ Attract larger and different clients, and be
able to provide services to growing clients.
□ Provide buy-out/retirement for partners.
A few years ago, we tried to determine why we

had grown in the past and to plan our future
growth. Some of the reasons for our growth were
the reputation of the firm and the quality of our
work. And some of it was due to good old-fashioned
hard work, luck, timing, and connections. Aggres
sive leadership also played a part.
Our plans were fairly successful, but we grew
faster than expected. Such fast growth is often
accompanied by a number of problems. Let's look
at a few that we experienced.
Attitude. Partner productivity was an issue we had
to address. Partners wanted to spend more time
developing business and on administration of the
firm than working on engagements. We wanted to
be sure all partners were committed to the firm and
had the right attitude about it.
Morale. The close feeling typical of small firms can
become lost as new staff are added and working
groups formed. This is mainly a matter of percep
tion, but one that partners and managers should
address.
There have been a number of studies and articles
exploring the reasons for and effects of worker
dissatisfaction in the U.S. Too heavy a workload,
insufficient time to do the job properly, poorly
defined responsibilities, lack of support from col
leagues and supervisors, and limited opportunities
for advancement are some of the reasons for such
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dissatisfaction. The major effects on workers are
job stress, anxiety, depression, poor self-image, and
deteriorating health. The ultimate effect is staff
turnover. Many times, we don’t think about the
morale of members of our firms. But again, this is
an issue that should be addressed.
Increased organizational structure. We thought we
would need an increased number of reports,
schedules, and memoranda as the firm grew, but
finally realized that this had become a problem.
Much of the information generated wasn’t being
used, and the decision process was being slowed.
We had also formed committees, but found we
weren’t responding to them, acting on their
recommendations, or even giving feedback.
Communication. Partners did not seem to have the
time to talk to staff and clients as was possible
when the firm was smaller. People want to be kept
informed, however, and staff must know about
changes in policies and plans if the firm is to be
successful.
Productivity and profitability. We were not obtain
ing the proper percentages in terms of chargeable
time and billing realization, and collections had
become a problem. People just weren’t involved in
the process. Getting collections up and work out on
time, watching bad debts and expenses, explaining
why fees had increased, and reassuring clients that
they had not become too small for our growing firm
were some of the other issues that we faced during
this period of rapid growth.

Addressing the issues
If such problems are to be addressed, then the
necessary leadership must come from the manag
ing partner. It is the managing partner’s respon
sibility to sell the staff (the team) on a vision—on
the purpose of the firm and on what he or she is
trying to achieve. The managing partner must be
more involved in leadership than anyone else. Most
of all, he or she must be the firm cheerleader and
must set a positive example.
This requires an understanding of power and ego.
As managing partner, you have to share the pub
licity and ego gratification. You have to learn
what people want and give it to them. Give them
autonomy—ownership of the task, for example. (In

our firm, we hire bright people and allow them to
grow and progress as fast as they can.) Equality
of opportunity, meaningful work, a sense of
belonging—these are the things on which we all
need to focus.
We have to encourage people to experiment and
give them the ability to use their talents; but we
must also be willing to risk the occasional failure.
The solution is to find people with good, com
plementary skills, who can work well together. And
remember: Recognition does not just happen. It is
an attitude that you should practice every day.
If staff is to have good feelings about the profes
sion and be productive, it is essential that the
managing partner project a positive image and set
an example. It is the managing partner who holds
the solution to the problems associated with rapid
growth.
We found that it is too easy to become compla
cent about technical competence when you are very
busy. Therefore, a minimum acceptable level of ex
pertise in the firm was established, as well as a
minimum level of work for partners, both in terms
of total hours and chargeable hours.
While staff morale can be adversely affected by
committee structure, we also discovered that com
mittees can help by getting people involved. Now,
though, we listen to the committees and react to
their recommendations. We make an extra effort
to address staff needs, too. The number of social
functions within the firm has been increased, and
a liaison group formed which meets together once
a month, and with me once a quarter. One member
of the group is appointed to work directly with me
so that partners can get input from staff. In addi
tion, I make sure I spend a little time with
everybody everyday.
We reviewed our organizational structure and cut
back to half the number of reports and memos
being produced three to four years ago. We didn’t
need that quantity of information. We also began
to look at flexible policies such as compensatory
time, in the belief that as situations change, so
should policies.
Telling people where they fit in is important. We
hold firm meetings four times a year to talk about
(Continued on page 8)
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Highlights of Recent Pronouncements
FASB Statement of Financial
Accounting Standards (SFASs)
No. 98 (May 1988), Accounting for Leases:
-Sale-Leaseback Transactions Involving Real
Estate
-Sales-Type Leases of Real Estate
— Definition of the Lease Term
— Initial Direct Costs of Direct Financing Leases
□ Amends FASB Statements nos. 66, Accounting
for Sales of Real Estate, and 91, Accounting for
Nonrefundable Fees and Costs Associated with
Originating or Acquiring Loans and Initial
Direct Costs of Leases.
□ Rescinds FASB Statement no. 26, Profit Recog
nition on Sales-Type Leases of Real Estate, and
FASB Technical Bulletin 79-11, Effect of a
Penalty on the Term of a Lease.
□ Amends the provisions of FASB Statement no.
13, Accounting for Leases, concerning the lease
term, the accounting by a lessor for sales-type
leases of real estate that provide for the
transfer of title, and accounting for initial
direct costs of direct financing leases.
□ Specifies the accounting by a seller-lessee for
a sale-leaseback transaction involving real
estate, including real estate with equipment.
□ Effective for transactions entered into
after June 30, 1988, with earlier application
encouraged.

No. 60 (April 1988), Communication of Internal
Control Structure Related Matters Noted in an Audit
□ Supersedes SAS no. 20, Required Communica
tion of Material Weaknesses in Internal
Control.
□ Supersedes SAS no. 30, Reporting on Internal
Accounting Control, paragraphs 47-53.
□ Provides guidance in identifying and
communicating conditions that relate to an
entity’s internal control structure observed
during an audit of financial statements.
□ Defines items to be communicated as "report
able conditions" which are significant
deficiencies in the internal control structure.
□ Provides guidance on establishing, between
auditor and client, agreed-upon criteria for
identifying and reporting additional matters.
□ Effective for audits of financial statements for
periods beginning on or after January 1, 1989.
Earlier application is permissible.
No. 59 (April 1988), The Auditor’s Consideration of
an Entity’s Ability to Continue as a Going Concern
□ Supersedes SAS no. 34, The Auditor’s
Considerations When a Question Arises About
an Entity’s Continued Existence.
□ Provides guidance in conducting an audit of
financial statements in accordance with GAAS
with respect to evaluating whether there is
substantial doubt about the entity’s ability to
continue as a going concern.
□ Effective for audits of financial statements for
periods beginning on or after January 1, 1989.
Earlier application is permissible.

Statements on Auditing Standards

No. 61 (April 1988), Communication with Audit
Committees
□ Requires the auditor to determine that certain
matters related to the conduct of an audit are
communicated to those having responsibility
for oversight of the financial reporting pro
cess, either in writing or orally.
□ Applicable to entities that either have an
audit committee or other formally designated
group equivalent to an audit committee and
all Securities and Exchange Commission
engagements.
□ Requires the auditor to ensure that the audit
committee receives additional information
regarding the scope and results of the audit
that may assist them in overseeing the finan
cial reporting and disclosure process.
□ Effective for audits of financial statements for
periods beginning on or after January 1, 1989.
Earlier application is permissible.

No. 58 (April 1988), Reports on Audited Financial
Statements
□
Supersedes:
1) SAS no. 1, section 546, Reporting on
Inconsistency, section 545, Inadequate
Disclosure, and section 542, Other Condi
tions Which Preclude the Application of
Necessary Auditing Procedures.
2) SAS no. 2, Reports on Audited Financial
Statements.
3) SAS no. 15, Reports on Comparative Finan
cial Statements.
□ Prescribes a new form for the auditor’s
standard report, including:
1) The addition of an introductory paragraph
that differentiates management’s responsi
bilities for the financial statements from
the auditor’s role in expressing an opinion
on them.
2) An explicit acknowledgment that an audit
provides reasonable assurance within the
Practicing CPA, August 1988
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□

□

□
□

context of materiality.
3) The addition of a brief explanation of what
an audit entails.
Revises the second standard of reporting to
require a reference to consistency in the
auditor’s report only when accounting prin
ciples have not been consistently applied.
Changes the manner of reporting on material
uncertainty to eliminate the "subject to”
opinion qualification while retaining the
requirement to discuss the matter.
Expands the guidance for addressing and
evaluating uncertainties.
Effective for reports issued or reissued on or
after January 1, 1989. Earlier application is
permitted.

No. 57 (April 1988), Auditing Accounting Estimates
□ Provides guidance to auditors on obtaining
and evaluating sufficient competent evidence
to support significant accounting estimates in
an audit.
□ Defines an accounting estimate as an approx
imation of financial statement element, item,
or account.
□ Effective for audits of financial statements for
periods beginning on or after January 1, 1989.
Earlier application is permissible.
No. 56 (April 1988), Analytical Procedures
□ Supersedes SAS no. 23, Analytical Review
Procedures.
□ Provides guidance on and requires the use of
analytical procedures in the planning and
overall review stages of all audits.
□ Provides guidance on the use of analytical pro
cedures as substantive tests.
□ Effective for audits of financial statements for
periods beginning on or after January 1, 1989.
Earlier application is permissible.
No. 55 (April 1988), Consideration of the Internal
Control Structure in a Financial Statement Audit
□ Supersedes SAS no. 1, section 320, The
Auditor’s Study and Evaluation of Internal
Control.
□ Requires the auditor to obtain an understand
ing about the entity’s internal control struc
ture sufficient to plan the audit for all audit
engagements.
□ Provides guidance on the auditor’s considera
tion of an entity's internal control structure
in planning and performing an audit and
describes the elements of internal control
structure.
□
Revises the second standard of fieldwork.
Practicing CPA, August 1988

□ Effective for audits of financial statements for
periods beginning on or after January 1, 1990.
Earlier application is permissible.

No. 54 (April 1988), Illegal Acts by Clients
□
Supersedes SAS no. 17, Illegal Acts by Clients.
□ Prescribes the nature and extent of the con
sideration an auditor should give in an audit
to the possibility of illegal acts by a client.
□ Provides guidance on the auditor’s re
sponsibilities when a possible illegal act is
detected.
□ Effective for audits of financial statements for
periods beginning on or after January 1, 1989.
Earlier application is permissible.
No. 53 (April 1988), The Auditor's Responsibility to
Detect and Report Errors and Irregularities
□ Supersedes SAS no. 16, The Independent
Auditor’s Responsibility for the Detection of
Errors or Irregularities.
□ Provides guidance on the independent
auditor’s responsibility for:
1
) Detection of errors and irregularities.
2 ) Communication of detected matters both
within and outside the entity.
□ Describes factors that influence the auditor’s
ability to detect errors and irregularities and
explains how the exercise of due care should
give appropriate consideration to the
possibility of errors or irregularities.
□ Effective for audits of financial statements for
periods beginning on or after January 1, 1989.
Earlier application is permissible.

No. 52 (April 1988), Omnibus Statement on Auditing
Standards
□ Amends SAS no. 5, The Meaning of “Present
Fairly in Conformity with Generally Accepted
Accounting Principles” in the Independent
Auditor’s Report, to recognize the following
sources of established accounting principles:
GASB statements, interpretations, and
technical bulletins, AcSEC practice bulletins,
and FASB Emerging Issues Task Force
minutes.
□ Supersedes SAS no. 27, Supplementary Infor
mation Required by the Financial Accounting
Standards Board, and:
1) Recognizes supplementary information
required by the GASB.
2) Reflects changes due to the issuance of
FASB Statement no. 89, Financial Report
ing and Changing Prices.
□ Amends SAS no. 29, Reporting on Information
Accompanying the Basic Financial Statements
in Auditor-Submitted Documents.
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An Insight into the Financial Planning
Needs of Professional Women
American women today have more money, more
salaried jobs, and more political influence than ever
before in the history of the United States. But,
according to a study by the U.S. Census Bureau,
their average pay is still only seventy percent of the
average pay earned by men.
A survey, "Americans Cope with Their Finances,"
that was released in June by the International
Association for Financial Planners, revealed that
there are two issues that concern women more than
men. One is the fear of outliving their retirement
money; the other is that their net worth is less than
they wish it to be. Given that financial planning is
a timely subject, let’s look at these concerns.
Fear of outliving retirement money
The survey showed that fifty percent of the women
with salaries over $50,000 are concerned about
outliving retirement money. Women should manage
their incomes and savings as prudently as possible
to minimize this concern. They might therefore find
it advantageous to engage a practitioner to
calculate their retirement funding needs and to em
bark on the regular savings program that will be
required to meet those needs.
Both the working woman with a salary and the
nonworking woman with income from capital
should be familiar with tax-favored retirement
plans and the special benefits these afford. It is
predicted, too, that by 1990, forty-three percent of
new businesses will be started by women. Women,
therefore, should be aware of Keogh and HR-10
plans, as well as the restrictions on and benefits of
corporate retirement plans and investments in
Individual Retirement Accounts. They should also
be aware that retirement plans include an element
of risk, and that they should assess that risk as it
relates to their particular financial positions.

Net worth is below expectations
According to the study, forty-nine percent of the
high-income women stated that their net worth was
less than they wished it to be. There are significant
ways they can maximize their net worth, however.
For the professional woman, one of the best ways
to create equity is by investing in an apartment or
house. A survey conducted in 1987 for CIGNA
Individual Financial Services Co. revealed that
seventy-nine percent of wealthy individuals held
real estate investments, and were planning to
increase these investments the following year.
Aside from inflationary pressures and rising
demands for homes, there are a couple of other
reasons why real estate has generally been a good
growth investment. The substantial leverage

PFP Division’s National Technical
Symposium Set
The AICPA personal financial planning division will hold its
second annual national technical symposium on October 31
— November 1 at Le Meridien Hotel San Francisco. The
sessions will emphasize current developments and technical
planning strategies and cover intermediate and advanced
topics.
For a brochure and registration information, call the AICPA
meetings department: (212) 575-6451.

afforded by a mortage and the tax deductibility of
mortage interest make investing in an apartment
or house attractive, and a suitable method for the
professional woman to create equity.
Insurance is a major need for women
The cost and value of life insurance should be
carefully evaluated, too. The single-premium,
whole-life insurance policy, for example, can be
valuable for single women with children who have
a special need for life insurance to cover their
children’s basic support and education. Considera
tion must be given, though, to single-premium,
whole-life policies being the subject of Congres
sional debate at this time. The taxation of
withdrawals and loans from such policies may be
altered in the 1988 Technical Corrections Act.
Withdrawal penalties, surrender fees, and the flex
ibility of the policy are a few more factors that
should be considered to ensure that the policy fits
into the woman’s overall financial plans.
The woman who depends on her own earning
power should consider the impact that disability
could have on her net worth. Buying disability in
surance requires substantial investigation and com
parison because the type, terms, and cost of
coverage vary widely from policy to policy and com
pany to company. Also, the insurance industry has
set an overall requirement that disability coverage
may be no more than sixty percent of current
salary.
Whatever the current financial concerns of a
woman and however they are met, it cannot be over
emphasized that a woman should know her long
term goals. The real benefit of financial planning
is the setting of these long-term goals.
To be effective, goals should be specific, personal,
measurable, and attainable. They should be writ
ten down for immediate as well as future review
and affirmation. This will help women meet the real
challenge of the 1980s —that of gaining financial
equality through effective planning. □

— by Myrna E. DeJesus, CPA, CFP, Myrna E.
DeJesus & Associates, 237 Park Avenue, New York,
New York 10017, tel. (212) 472-8968
Practicing CPA, August 1988
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Another Approach
to Partner Compensation
The first line of Morrey Shifman’s article on part
ner compensation, published in March, mentions
that it is a topic almost guaranteed to cause
disagreement among partners. I could not agree
more. The main reason for the trouble, I believe,
is that in dealing with the issue, firms mix too many
factors together. A typical basis for determining
partner compensation might include the following
considerations:
□
Ownership percentage.
□
Capital contribution or deficiency.
□
A reward for current efforts.
□
A segment relating to retirement.
□
A factor for longevity.
Wrapping these factors together makes partnerto-partner comparison difficult. I believe that far
less partner disagreement results when the issues
are separated and looked at individually.
What partners really should be compensated for
is the broadest range of their current contributions.
This would take into account partners’ billable pro
duction, new-business development results,
managerial impact in the organization, ability to re
tain and develop staff, willingness and ability to
work productively and supportively with other
partners, and their public relations efforts in the
community. All other factors are unrelated to short
term performance, and, therefore, need to be dealt
with differently, if at all.
How much money a partner has in the firm and
how long he or she has been around have little to
do with the activities that produce bottom-line
value. Compensation should be directly related to
the partner's current overall contribution.
Partners should earn a competitive return on the
capital they have contributed or left in the firm. In
fact, it would probably be appropriate to receive
a return comparable to what they could earn on
some other type of investment. Many firms peg that
return to the small-business prime rate charged by
a local bank. Conversely, if a partner had not paid
his capital contribution in full, he should be
charged interest on the deficiency. After all, this is
really a pure financial transaction, and has nothing
to do with the partner’s day-to-day performance.
The same can be said of the issue of longevity. I
don’t see much reason for a special reward just
because the partner has been around the firm for
so long. If a partner's long-term association with the
firm produces some unusual benefit, such as a
public relations or practice development value, that
should be reflected in the partner’s compensation.
If longevity is also a special consideration in the
Practicing CPA, August 1988

formula, it would seem that that partner is being
paid twice for the same benefit. And basing retire
ment benefits on a recent level of compensation not
only makes the determination of annual worth
more difficult, it is also a poor basis on which to
provide for retirement.
An approach to determining the division
of profits
One way of distributing profits remaining after
base compensation is to use what I refer to as the
"slip of paper" approach. Typically, the partners
gather for a year-end review of firm results, which
includes a discussion of each partner’s specific con
tribution to these results. At the conclusion of the
review, they agree as to how much money is
available for distribution to the owners. Each part
ner then distributes the money among all partners,
including himself or herself, by writing down
specific dollar amounts against each name on a slip
of paper. The papers are then collected, the dollars
designated for each partner are averaged, and the
average becomes each partner's bonus award. It is
a simple system, but it can work successfully when:
□ There are enough partners (more than two) in
the firm.
□
The partners are rational individuals.
□ The partners have considerable contact with
each other during the course of the year, so
that they are generally aware of what each is
doing.
This has proved to be quite a successful approach
for a number of firms. It might work in yours. □

—by Donald B. Scholl, D.B. Scholl, Inc., P.O. Box
3152, West Chester, Pennsylvania 19381, tel. (215)
431-1301

CPA EXAM
GRADERS NEEDED
The AICPA’s Examinations Division is seeking CPAs
and JDs to assist in grading the November 1988
Uniform CPA Examination.
The grading period begins about three weeks after
the exam is given and continues for five to six weeks.
Graders must provide a minimum of three seven
hour days each week, excluding Sundays.

For additional information and
an application write to:

AICPA
Examinations Division
1211 Avenue of the Americas
New York, NY 10036
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Data Transmission
For time- and cost-conscious CPAs, data transmis
sion doesn’t necessarily mean knowing about “baud
rates," “LANs," and "file servers.” It can be as simple
as dropping a floppy diskette into a stamped,
addressed mailer.
As discussed in "Ten Ways to Protect Microcom
puter Disks" in the May issue, one double-sided,
double-density, 5¼-inch diskette can store at least
360,000 characters —more than eighty pages of
single-spaced, typewritten material —and the
smaller 3½-inch microdiskette can hold as many as
2 million characters. Mailing either type of diskette
is becoming a popular way of transmitting rela
tively small quantities of information. (Those who
send large amounts of data are selecting the data
cartridge instead. Up to 150 million characters can
be stored on one tape in this format.)
There are several advantages to mailing diskettes
instead of typewritten material. First, if a client has
created files your computer equipment can read,
you are afforded instant access into how decisions
were made or amounts determined. In addition,
there is no need to have data laboriously entered
into your computer, with the attendant risk of mak
ing errors. Instead, information on the client’s
diskette can be readily transferred for use in data
bases, decision support software, or spreadsheets.
Before diskettes are shipped, make sure that both
computers use the same size (either 5¼-inch or
3½-inch), and that both machines have the same
operating system (or that yours can be configured
to read the other disk). Client files must be readable
by your software, too. As a rule, CPA firms stan
dardize on particular types and brands of account
ing packages and spreadsheets used within the firm
and recommend the same software to their clients.
Data can then be transferred without any problem.
There are some formats in existence that permit
the exchange of data between programs, even those
published by different vendors. The Data Inter
change Format (DIF), for example, was originated
for use with “Visicalc,” the spreadsheet program.

One obstacle to safe transmission
Another format used for accounting packages,
word-processing programs, and for transmitting
data over the telephone lines via a modem, is the
American Standard Code for Information Inter
change (ASCII). Files may also be transferred in
"1-2-3," "Sylk,” or other formats. Having ascertained
that both sending and receiving software use the
same format, there is still one obstacle to safely
transmitting data this way, and that is the possibil

ity of damage from the U.S. Postal Service’s sorting
machines.
Floppy diskettes are particularly susceptible to
bending and damage from hard objects being
pressed into them. Ordinary envelopes offer no
resistance to such pressure, and Alex Toy, a senior
engineer for the Memory Technologies Group
Laboratory, Magnetic Media Division of 3M
Company in St. Paul, Minnesota, recommends using
a diskette mailer —a sturdy, corrugated-cardboard
box designed specifically for the purpose. What is
being mailed, after all, is not just the diskette. It
is important information that has been accumu
lated over a period of time. □

— by Dale Archibald, P.O. Box 6573, Minneapolis,
Minnesota 55406, tel. (612) 724-8917

The Best of Times —
The Worst of Times
According to a survey conducted for Accountemps,
an accounting, bookkeeping, and data processing
temporary personnel agency, the personnel direc
tors of 100 of the 1,000 largest firms in the country
say that employees reach their peak of productiv
ity in the middle of the morning, while they are least
productive during the afternoon. The survey results
look like this:
Most productive time
Early morning............................................ 23%
Midmorning................................................ 66%
Late morning................................................ 7 %
Early afternoon............................................ 1 %
Midafternoon................................................ 0%
Late afternoon.............................................. 0%
Don’t know.................................................... 3 %
Least productive time
Early morning............................................. 10%
Midmorning................................................... 0%
Late morning................................................. 0%
Early afternoon........................................... 12%
Midafternoon................................................. 6%
Late afternoon.............................................67%
Don’t know..................................................... 5%
Based on the impact the time of day seems to have
on employee productivity, the agency suggests it
might be viewed as a significant factor in planning
and scheduling. □
Practicing CPA, August 1988
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Managing Rapid Growth (Continued from page 2)
results—where the firm is going and the goals for
next year—and to engage in some team-building
exercises. The idea behind these exercises is that
people do better working as part of a team than
they do individually.
We tell staff what the firm’s needs are, what its
goals are, and what the overhead is. People are then
asked how the firm can get its productivity up to
the desired levels. Our staff has come up with some
good ideas, and the feedback has been positive.
Regarding timeliness of work, the administrative
staff was asked the reason for the bottlenecks. Staff
now works continually on ways to improve the
timeliness of our work product. No one is allowed
to put ASAP on a report anymore, but must go to
the typing department to ask for help.

The “We Care” program
This program was started about eighteen months
ago. Everyone in the firm is asked to demonstrate

American Institute of Certified Public Accountants, Inc.
1211 Avenue of the Americas
New York, N.Y. 10036

concern for fellow employees, clients, and the pro
fession. "We Care” about returning phone calls,
client service, and firm profitability. We let clients
know that we manage the firm so that it will be
profitable. We have "We Care" signs in our recep
tion area and in the cafeteria and wear "We Care"
lapel pins. The slogan is on pencils that we use and
give away, and each week I write a "We Care"
column for our internal newsletter.
The result of this effort is that our firm is more
profitable than ever before. Gross fees rose thirtyfive percent last year, and chargeable hours were
up twelve percent. I believe that growth is the
future for an accounting firm, and that leadership,
communication, team work, and rewarding
excellence provide the answers to problems that
can accompany rapid growth. □

— by Jerrell A. Atkinson, CPA, Atkinson & Company,
Ltd., 707 Broadway N.E., P.O. Box 25246, Albuquer
que, New Mexico 87125
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